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CHAPTER 6

PERFORVANCE MANAGEMENT AND RECOGNI TI ON

A POLI CY
CIPMS supports the concept of pay for performance and the prem se that effec-
tive performance managenent and recognition will enhance the acconplishnment of

the Intelligence mssion. Performance managenent and recognition regulations and
policies shall support this policy and those enunerated bel ow.

B. PERFORVANCE MANAGEMENT
1. Conversion of Performance Managenent and Recognition System (PMRS)
Enpl oyees.
a. The PMRS shall not apply to positions or enployees covered by the

CIPMS .

b. Each MIlitary Departnent shall convert GM enpl oyees to GS.

c. Each MIlitary Departnent shall continue to apply OPM and DoD proce-
dures concerning determnation of pay adjustnments upon conversion from GM or
ot her schedule, notification to affected GM enpl oyees and determ nation of
initial waiting periods for wthin-grade increases after conversion to GS.

2. Performance Appraisal. Each Mlitary Departnent shall initially apply its
exi sting system for performance planning and appraisal. However, ratings shall not
be driven by budget constraints. Mdifications of existing systens and/or the
devel opnent of a new system for CIPMS enpl oyees shall be approved by the ASD
(FM&P) prior to inplenmentation.

C. PERFORVMANCE RECOGNI TI ON

Each Departnent shall develop and inplenent regulations for adm nistering
~either a separate performance recognition programfor the CIPMS or suppl enenting
their existing systems. Provisions contained in Section 4501 of Title 5, U S. Code,
or existing regulations for enployees subject to Title 5 U S. Code, shall not
apply to enpl oyees covered by CIPMS when in conflict with the follow ng:

1. Linkage to Retention. The MIlitary Departnents shall permt the use of
monet ary perfornmance awards as retention incentives for superior perforners, as
well as for recognition and notivation.

2. Performance Recognition Criteria. Performance recognition criteria shall
be established based on overall performance and managenent considerations rather
than solely on mechanical rules or tables. The following criteria nay be consi dered
when determ ning nonetary performance awards: the enployee’s Oost recent perfor-
mance appraisal, prior rating and recognition history, present conpensation, type of
position, level of responsibility, and organi zational acconplishnents.

3. Forns of Performance Recognition. Various fornms of performance recogni-
tion should be made available by the MIlitary Departnments to notivate individual
and group performance. These may be used by nmanagenent in conjunction with basic
pay and recruitnent incentives to create conpensati on packages appropriate to
each enpl oyee’s contributions and value to the organization. The follow ng are
forms of recognition that may be used (under appropriate circunstances) for per-
f ormance recognition:
Performance rating (alone or in conbination with any of the follow ng);
Wt hi n-grade increase;
Pronot i on;
Quality Step Increase (QSI);
Exenpl ary Performance Award;
Speci al Act of Service Award;
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g. Performance Award; and
h. Honorary Awards (for exanple, established Intelligence Conmunity,
Depart ment and/or ot her awards).

4. Exenplary Performance Award. An Exenplary, Performance Award (EPA) is an
i ncrease in basic pay equivalent to two within-grade increases. |t recognizes
General Schedul e enpl oyees whose continued exenplary performance far exceeds the
standards expected for their assigned grade |evel and whose docunented performance
is consistently at the highest adjectival performance rating level. Use of this
option shall require that enployees receiving an EPA nust have been at the sane
grade level for the last 3 years and nust have been officially rated at the
hi ghest level for the last two performance ratings as well as the current
rating being assigned. EPAs nmay result in pay at a rate equivalent to the
el eventh or twelfth step of the enployee’'s grade but not higher. EPAs shall be
docunented by an SF-50, which shall be placed in the enployee’'s Oficial
Personnel Folder. EPAs shall be made a part of the program eval uation system

5. Managenent To Budget. Managers shall be givem wide latitude to determ ne
the frequency and anmount of awards based on overall budget constraints rather
than inposing artificial and arbitrary limts. Performance awards shall be made
a part of each MIlitary Departnent’s budget program and procedures.

6. Limtation on Delegation of Approval Authority. |Individual nonetary
performance awards shall not exceed $10,000 without prior review and approval as
required by each Mlitary Department’s Secretary. Approval authority for nonetary
awards up to and including $10,000 should be delegated to the |owest practical
| evel consistent with the delegation of simlar personnel authorities.

7. Retention of Mnagenent Discretion. Mnetary awards based on performance
shal | be retained as a discretionary personnel [l anagenent decision by functional
managenent and nmay not be made mandatory for any assigned performance rating,
grade level, or type of position.

8. Limtation on Right to Gieve. Neither the nonreceipt of an award for
performance nor the anmount ortype of an award nmay be nade grievable under a
Departnment’s grievance procedures for CIPMS enpl oyees.
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